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Purpose: This study was conducted to identify selected
factors perceived as having an effect upon faculty work
motivation at public and private HBCUs in the southeastern
region of the United States.
Procedure: The following variables were chosen and used to
examine faculty work motivation at HBCUs;
1. Salary (fringe benefits, career opportunities)
2. Recognition (Inter-personal support)
3. School location (metropolitan, urban, suburban, rural)
4. Job satisfaction
5. School prestige/popularity (reputation)
6. Decision-making system (open-closed)
7. Demographic characteristics (marital status, race,
sex, religion, culture, age, tenured or non-tenured)
The hypothesis is that there was no significant
relationship exist among the selected variables and faculty
work motivation at HBCUs.
The researcher developed and validated a survey
questionnaire for the purpose of collecting perceptual data
from HBCU faculty members. This questionnaire was hand
delivered to 1090 randomly selected participants of 10
randomly chosen HBCUs from 117 HBCUs. The 10 HBCUs chosen
were within a 300 square mile radius of Atlanta, Georgia.
Twenty percent or 202 of the total HBCU faculty population
were randomly chosen for the data analysis. The following
techniques were used to analyze each variable:
(1) Frequency analysis (2) Factor analysis
(3) Pearson R correlation
Selected Findings: Analysis of the data revealed that there
was a significant relationship between faculty work
motivation and most of the selected independent variables
with the exception of the demographic variables.
The implications are that HBCU administrators must
identify and meet the specific needs of their faculty
members. Analysis of the data suggests that faculty members
are more motivated when they are recognized, allowed to
participate in the decision-making system, have high job
satisfaction, are paid well, and work for a school which
they believe to be prestigious. Both job satisfaction and
recognition have a positive effect upon work motivation.
The demographic variables were equally important. Job
satisfaction had the strongest relationship with work
motivation in this sample. Recognition, school-prestige,
decision-making system, and salary followed in that order.
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CHAPTER I
PROBLEM OF THE STUDY
Introduction
The problem that this study investigated was that of
faculty work motivation at Historically Black Colleges and
Universities (HBCUs). HBCUs in America are affecting the
whole of American society. "The black teacher is fast
becoming a dying breed. It is therefore imperative that
predominantly black colleges and universities develop
strategies to replenish this drying pool of black teachers
for the sake of posterity" (Ansah, 1988, p. 3).
Specifically, Black colleges are batting zero at faculty
attraction, motivation and retention. For example, the 1987
statistical report of the United Negro College Fund (UNCF)
observed that twenty UNCF schools (HBCs or HBCUs) increased
the number of their faculty as an equal number reported a
decrease in their faculty size.
Faculty members of HBCUs are being required to address
a new kind of student population with new and unique ideas,
beliefs, concerns, dispositions, wants, and needs. "Our
[Black] colleges have cultures and expectations of their
own, many of which are subtle, unstated, poorly understood,
and sometimes insidious. We must adjust these cultures so
that blacks can profit from attending these institutions"
(Graham, 1987, p. 604). Many of these students are
striving to become educators themselves and require unique
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training. For example, the task of creating highly skilled
and motivated successful faculty members and school teachers
alike is enormous to say the least. For instance, "Teacher
educators will fail if they insist on conducting their
programs in exactly the same ways as any other undergraduate
majors," explained Joan B. Engel (1989, p. 477).
A growing body of knowledge about teaching will
continue to improve the performance of teachers and teacher
improvement of schools, surmised Engel. These are
impressive words leaving a great challenge, for the role of
modern-day faculty members must resemble that of a strong-
willed chameleon, i.e., they must be very adaptable to
survive (Diener, 1985). They must be externally and
especially internally motivated to address the needs of the
institutions, deans, students and faculty members
themselves. Basically, a good faculty must be better than
average to produce at least average graduates with broad
perspectives and high goals.
Perspectives are deeply rooted and "shaped by
conventional wisdom, tradition, vested interest, and by a
certain amount of institutional inertia” (Tye, 1987, p.
282). Tye expressed that these deeply rooted values and
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assumptions of educational institutions match those of our
society. In other words, we are products of our society and
learn from society. The institutions change as society
changes. Tye was correct, but did not address the issue of
self-motivation which may be and often is incongruent with
society as a whole. The general question then arises, what
factors motivate faculty members and teachers in general to
work productively at institutions of learning? What
motivates them to put bandages on students' hurts as the
quote below identifies.
Some teachers are great.... They put bandages on
my hurts. On my heart, on my mind, on my spirit.
Those teachers cared about me, and let me know it.
They gave me wings.
(MaCleod, 1975, p. 57)
This study examined selected factors that are perceived
as having a significant effect upon faculty motivation at
HBCUs. This chapter provided the (a) Statement of the
Problem, (b) Purpose of the Study, (c) Rationale for the
Study, and (d) Summary.
There are certain factors that attract, retain and
allow for productivity by faculty members (Dupre, 1986).
Though each college as well as faculty members
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have unique needs that must be met, there are basic needs
that the majority of the society must have met to encourage
motivation (Dobson, Dobson, and Kesslnger, 1980).
Practicality compelled one to ask certain questions
that served as guidelines and channels by which to
engineer this search for the "ultimate faculty motivators."
The questions were:
1. What are the factors that influence faculty
work motivation in HBCUs?
2. Is there a significant relationship between faculty
motivation and the following variables?














These questions as indicated gave this study a sense of
direction. The researcher had more substance to launch his
study by identifying these variables. Faculty members of
HBCUs are obviously longing for answers to the mystery of
the absent and unmotivated faculty. They are missing for
various reasons, the primary perhaps being the burden and
challenge that appears too heavy to bear as observed by
Daniel C. Thompson and recorded by Charles Willie and Ronald
Edmonds in their book, Black Colleges in America (1978).
The central challenging mission of black colleges has
always been that of transforming socially, economically
and academically handicapped black youth into
productive citizens, competent professionals,
businessmen, and leaders. Since black colleges have
never had the funds and influence to adequately support
this urgent mission, and uncommonly heavy burden has
fallen upon the faculty. (Thompson, 1973, p. 188).
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Purpose of the Study
The purpose of this study was to obtain comprehensive,
objective data to analyze variables that could affect
faculty work-motivation at HBCUs. Faculty members of
various ethnic, cultural, religious, racial and
socio-economic backgrounds who are presently instructing for
HBCUs will be surveyed through a questionnaire for their
individual perceptions of faculty work-motivators. The
colleges/universities were taken from the southern-most
states (i.e., Georgia, Alabama, Tennessee, North Carolina,
and South Carolina).
There are sundry reasons why certain faculty members
are more or less motivated than others (Papalia and Olds,
1985). These reasons range from salary to self-esteem, from
promotions to inter-personal incentives. Motivation in
and of itself is one of those ever-changing elements of
human existence. One^s environment (community/society) is
constantly changing. Since the educational institutions are
products of society, which includes community, they too
are constantly changing. Hence, faculty members must be
willing to adapt, improvise, and overcome the changes of his
or her environment. The faculty member who is unable or
unwilling to change when and wherever necessary will most
likely be low in motivation. The society (to include
7
policy-makers, administrators, colleagues, parents, and
students) is placing more demands upon teachers and faculty
members alike (Hatton, 1988, p. 67).
There are many highly motivated faculty members who
have transformed monsters into movie stars even when odds
were against them. Dr. Marva Collins and other outstanding
educators have been surveyed and questioned about their
motivation. But little current, substantial research has
been documented concerning specific motivation factors
affecting faculty work motivation in HBCUs. HBCUs in
general are pastures where researchers graze not. Hence,
the giant scholars of HBCUs are seldom spoken of or written
about until misfortune brings the media that way.
The documentation of select variables that motivate
faculty members to work can serve as a guide for
administrators and faculty members of both Black and White
educational institutions of higher learning. Faculty
motivation clearly affects student motivation and
vice-versa. This research was undertaken to serve as a
guide and aid to administrators and faculty alike during
preparation and implementation of faculty-training programs
and seminars.
As previously indicated in the statement of the
problem, specific questions are used to aid in the
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identification process of selected motivating factors. The
answers to these questions will serve as motivation tools
for administrators and faculty members where applicable.
The understanding and implementation of these answers can
prove to be priceless, reliable, and enduring.
The following are the research questions:
1. What are the most significant factors that
influence faculty work motivation in HBCUs?
2. What is the relationship between work motivation
of faculty members and the following selected
factors?















Rationale for the Study
The decades of the 1950s, 60s, 70s, and 80s have all
had their unique, yet similar problems in the national arena
of higher education. The fifties and sixties struggled
with the reality of segregated school systems that
perpetuated a racially segregated society. The seventies
and eighties sought (and are presently seeking) to create a
more equitable,efficient and equal society. In a somewhat
frantic effort by policy-makers to create such an integrated
system, much of the needed humane aspects of society has
been shelved and replaced with paperwork and bureaucratic
red tape. This has affected motivation of nearly all
concerned persons from the policy-makers to the staff,
faculty, and students. One must admit, policy-makers have a
very tough job. They must attempt to create policies that
will attract and motivate teachers (and students) but will
not anger the die hard bureaucrats that implement and
approve the policies and programs. Faculty members likewise
must be careful not to agitate the policy-makers to include
administrators, colleagues and even students for fear of
being labeled as the "Moron, Martyr, Messiah or Marginal"
man or woman (Warnat, 1976, p. 335).
These labels affect the attitudes and motivation level
of all involved persons. At least the 50s and 60s
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maintained clear boundaries, however discouraging and
nonconstitutional they might have been; Warnat (1976) best
describes the present dilemma: "Because of the present
social climate, which promotes a facade of racial
integration, white faculty, although expendable, are
politically expedient on the HBCU campus, as is black
faculty on white college campuses" (Warnat, 1976, p. 338).
Demands, needs, labels, expediency are only a few
variables that impact faculty motivation. The lack of
motivation can and often does create the following effect:
1. 44% of the black unemployed are high school
graduates.
2. 13% attended college for one to three years
3. 4% attended college for four or more years
4. 29% show one-three years of high school
5. 9% have no high school education at all
6. Unemployed black females are more likely to have
attained one to three years of college.
(Dewart, 1987, p. 228)
Dewart briefly identifies a few of the external
(environmental) variables that the average teacher may see
daily or read about in the paper. There are internal
(emotional) variables that affect faculty members also.
These factors include:
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1. Class composition (extremely large vs. small
classroom student population)
2. Equipment shortages (inadequate and useless
supplies, tools, etc.)
3. Administrative undermining (increased paperwork
and less support from administrators)
4. Isolation (absence of performance reflection, new
and alternative practices and feedback regarding
their effectiveness)
5. Lack of recognition (work appears unnoticed)
6. Poor curricula assignments (new teachers often
receive difficult teaching assignments)
7. Poor policy implications (organizational
arrangements too often work against success, i.e.,
red-tape tangles systems)
8. Professional development (organizational and
personal goals are divided and must be joined)
9. Identify and meet new teachers^ needs: (adequate
funds, moral support, fewer class loads, fewer
responsibilities, mentor relationships, feedback
on performance, tailored workshops and better
conditions of the workplace) (McLaughlin, Pfeifer,
Swanson-Owens, Yee, 1986, pp. 422-426)
These and other factors contribute significantly to the
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motivation of faculty members. However, these factors are
not problem-solvers in and of themselves. There is a need
for more horizontal and vertical coordination and
communication among all policymakers, administrators,
faculty members, and the like. Problems can only be solved
after they have been identified. Significant factors
affecting faculty work motivation in HBCUs must be
identified and addressed by more educational scholars
(Cunningham, 1982).
Smith (1980) recorded that low student enrollment,
inadequate equipment, lack of recognition, lack of
opportunities to progress, poor salaries and the like are
all contributors to the issue of motivation. At some near
point, the society as a whole will be forced to address this
issue or perish in the morass of unmotivated teachers and
faculty members who have a direct or indirect affect upon
all of society (Smith, 1980).
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The Need for HBCUs
Black students, faculty members, and administrators
are searching for an institution where they can feel
comfortable and feel their culture is respected (Blackburn,
1980). Students are looking for a parent HBCU where
professors will understand and respect them and their
background, however diverse it may be. Adverse responses
and attitudes about their background and culture from
non-HBCU representatives have created animosity and a need
for recognition from like sources (Blake, 1978). Blacks
feel that they would be treated more fairly at HBCUs if they
work hard and achieve certain standards of performance. It
is believed by many Black Americans that Historically White
Colleges and Universities (HWCUs) grade Black students
unfairly low and treat Black faculty meitibers unjustly
because of their race (Curry-Williams and Louise, 1985).
Just like all other Americans, Blacks long to feel
comfortable about that type of fairness and equitability in
the university system. It is very difficult to work and
acquire high motivation and good grades with the feelings of
paranoia, disrespect, or hate (Brown and Donovan 1980).
To live with the burden of racism is very difficult.
Hence, Blacks prefer being in an institution where racism is
at a minimal which allows them the opportunity to focus
14
their energies on their academic work (Goddard, 1980).
Faculty members congruently prefer working in an institution
where they feel they will be given fair recognition for
their efforts. And if they are dismissed or not promoted,
it is more comforting to know that they were fairly judged
by their peers or supervisors in terms of their work or lack
thereof and not because of their race (Hatton, 1988).
Finally, the need for HBCUs cannot be measured. It is
the need for a portion of the American society to recognize
the unique needs, dispositions, concerns, contributions,
culture, values, and ethos of Blacks in America. HBCUs
provide psychological, social, political, educational and
spiritual security and acceptance not necessarily found in
HWCUs. There are many students who come from high schools
unprepared for college work due to poorly equipped schools
and badly trained teachers all created by historical
institutional racism. Black students need an institution
that will provide a large amount of developmental work for
them and not simply demand that they meet rigorous academic
standards with no supporting services (Diener, 1985). The
HBCUs provide these and other kinds of services, care, and
concerns that the students and faculty members coming from
poorly developed high schools who are poorly prepared




There are many variables that affect faculty work motivation
in HBCUs. However, this study investigates selected or
specific variables that are perceived as having a
significant effect upon faculty work motivation in HBCUs.
This is a major concern for all institutions of learning,
but especially Black institutions. Statistics reveal in
disproportionate numbers the rate at which faculty as well
as students are leaving the halls of academia. The rate is
alarming and something must be done (NCES, 1985; Nettles,
1988).
This particular study sought to identify specific
variables through a descriptive survey. Its main objective
is to identify, analyze, interpret, and verify the
significance of each variable found in the survey (and not
based upon the literature review). Finally, it was hoped
that this study could provide research that could be readily
justified and applicable to teacher or faculty motivation
training programs, seminars, workshops. Other organizations
and affiliations such as churches, social groups and
businesses should profit from this research. For all
organizations must at some point and time confront the issue
of motivation or the lack thereof. These organizations
16
strive to attract, motivate, and retain their employees just
as academic institutions must do to survive. Finally, the
questions and answers revolving around motivation are as
ancient as history yet as contemporary and forever changing
as space technology. However changing, this study provides
substantial evidence that it is true that some things remain
the same. These never changing things are those variables
that directly or indirectly affect work motivation.
Productive motivation, like food, water, and shelter, is a




REVIEW OF RELATED LITERATURE
Introduction
Chapter II provides the reader with pertinent
historical and contemporary information pertaining to the
theoretical, philosophical and practical application(s) of
faculty work motivation as it relates to specific
influential variables. These variables are examined in
HBCUs in the United States. Content of Chapter II includes
the following:
a. An overview of the HBCU's faculty work motivation
in the U.S. pre 1975
b. An overview of HBCU's faculty work motivation in
the U.S. post 1975
c. HBCU faculty/student characteristics
d. Perceived factors/variables that affect faculty
work motivation
e. An overview of Selected Variables
f. Summary
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HBCUS ^ the U.S. Pre 1975
The issue of faculty motivation is certainly not a new
one. Literature indicates that the issue has been in
existence since both Black and White colleges and
universities have been developed. The variables that affect
faculty work motivation are relatively consistent throughout
the years before 1975 (Brown and Donovan, 1980).
This section will concentrate on the most significant
variables highlighted by scholars before 1975. As one shall
observe, there is a pattern of affecting variables that
permeate time and race. These variables lead one to believe
that all humans regardless of their ethnicity, race, sex,
etc. have certain basic intrinsic and extrinsic needs that
must be met to motivate them to work (Maslow, 1954).
A 1959-63 study of 123 Predominantly Negro institutions
or HBCUs of higher education in the U.S. was done to review
factors contributing to faculty attraction, retention and
morale (McGrath, 1965). The study concentrated on faculty
tenure, salaries, and training.
McGrath (1965) observed that the most capable faculty
members were attracted to HBCUs when they recognized a
certainty of continued employment. He noticed that 54
percent of HBCU faculty members were tenured. This
percentage "does not vary significantly from estimated
figures at other institutions," wrote McGrath (p. 12).
Hence, the possibility of tenure during that era was an
important attraction for faculty members.
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Though the possibility for tenure was important,
salaries seem to always be a major concern especially for
HBCUs. McGrath (1965) acknowledged that funds at HBCUs were
limited in the areas of faculty travel and sabbatical leave
(1/3 of HBCUs were affected here). Specifically, he
observed that low salaries was a major problem. McGrath
wrote;
The most critical problem which these institutions
have in recruiting qualified members stems from the
generally low level of their salaries. Most of the
pressing problems put the need to raise salaries at or
near the top of the list. Comparative data document
this opinion for they show that average salaries at
Negro institutions fall considerably below those paid
by other colleges, either within the south or
elsewhere. (McGrath, 1965, p. 12)
McGrath further wrote that competition for highly
qualified faculty member intensified as local public school
systems and northern universities of proportionate size
offered higher compensation and much better financial
support. Some of these northern universities "are now
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conducting vigorous recruiting campaigns among qualified
Negro teachers” (p. 13). The study revealed that the
faculty members earned a total of $3,664 for a nine to ten
month pay period. This figure was "less than two-third of
the national average of $5,633 for comparable institutions,"
according to McGrath (p. 14). Public and private colleges
differed by $2 to $3000 in salaries. Tax-supported
institutions paid much higher salaries than privately
supported ones. He concluded and recommended the following:
The state of education in any of the nation's colleges
should be the concern of all the nation's colleges.
The Negro institutions themselves can take steps to
strengthen their programs by improving faculty
salaries, libraries, leave privileges, and other
working conditions, but the other institutions of the
nation, particularly the graduate schools in the major
universities, have a special responsibility to help
remedy existing weaknesses in the Negro colleges
through programs of faculty exchanges and summer
institutes. They deserve extensive additional support
from foundations, corporations, individual
philanthropists, and state and Federal bodies.
Programs to attract more graduates of the Negro
institutions into college teaching, such as those now
under way at Bennett College with funds from the
Danforth Foundation and through the Woodrow Wilson
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National Fellowship Foundation with support from the
Southern Education Foundation, also deserve
significant expansion (McGrath, 1965, p. 132).
In 1973 a sample of private Black colleges was taken by
Daniel C. Thompson. Thompson surveyed faculty members and
students via questionnaires to record and analyze their
response to select concerns. The study primarily examined
the following; social background/characteristics,
professional duties, academic programs, economic status, and
social dynamics. Thompson was concerned with the
percentages of students and faculty members' reasons for
being attracted to, remaining at or leaving private Black
colleges.
Thompson expressed that many faculty members showed
"disappointment and frustration" because so few of their
students manifested ambition (p. 121) . They were impressed
with those students who wanted professions beyond graduate
level. According to Thompson, 16 percent approved of the
students.
Thompson observed that faculty members, often referred
to as teachers in his study, were frustrated for several
reasons. He recorded a teacher saying "college teaching
today is terribly frustrating. Negro students talk about
the virtues of Blackness and perform as inferiors" (p.
121) .
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Thompson expressed that pride which is an internal
motivator was a strong driving force for faculty members of
Black colleges. This genuine feeling of pride was high in
spite of their socio-economic handicaps, he noted. Teaching
was an honor held in high regard particularly in Black
communities. Thompson acknowledged that the majority of
these teachers were considered middle-class. They held
Black middle class values, which often created problems for
them particularly with the Black militants of that era that
were aggressive non-academic professionals.
Motivation is influenced by pride and other intrinsic
variables. One's self-esteem is affected by and influences
pride (Maslow, 1954). The internal and external community
that surrounds the Black faculty member plays a significant
role in elevating their ambition, self-concept and pride.
Thompson further observed that there was another issue
affecting motivation of both younger and older teachers. He
recorded that younger teachers and older ones found it
difficult to meet on common grounds concerning academic,
philosophical, and procedural issues. Thompson expressed
the following:
Some of the most ambitious, competent younger teachers
accused older colleagues of being ultraconservative,
anti-progressive even anti-student. Some of the
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mature, influential teachers accused their younger
colleagues of being non-professional, anti¬
administration, too student oriented, and generally
disruptive of academic order.
(Thompson, 1973, p. 141)
These disputes were often kept silent to avoid losing
certain conservative attributes. Thompson annotated that
there were actually very few radicals and ultra
conservatives.
24
HBCUS in U.S. Post 1975
The literature reveals that faculty members of HBCUs
have long struggled with the issue of work motivation.
These faculty members were products of segregation. But
according to Willie and Edmonds (1978), this phenomenon
recently changed.
Until a decade or so ago few white colleges in the
nation and none in the South were ready to employ black
teachers. Thus, unlike the situation today, black
colleges had a virtual monopoly of black faculty
members. Consequently, some of the most renowned
teachers in the nation, such as W. E. B. DuBois,
Booker T. Washington, Thurgood Marshall, E. Franklin
Fraizer, George Washington Carver, Benjamin E. Mays,
and a host of others, remained on faculties of Black
Colleges.
(Willie and Edmonds, 1978, p. 189)
The segregation and alienation of Black faculty from
White colleges provided HBCUs with highly educated and
respected Black faculty members. In this instance, it is
clear that segregation in and of itself is not totally
inconclusive or unproductive in academic environments.
Specifically, it is well-known that the scholars mentioned
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above were advocates of economical, political, social,
religious and especially academic prosperity, independence,
and excellence. During the era of isolation literature
reveals that Black faculty members maintained high work
motivation and job satisfaction (Willie and Edmonds, 1978).
In fact, many Black faculty members chose not to relocate to
White college even when the opportunity presented itself.
According to Willie and Edmonds (1978), "some black
teachers, who now have attractive opportunities to join
white college faculties, remain in black colleges because
they are truly dedicated to black youth, many of whom would
have been rejected by white colleges. Teaching is for them
a calling which they find both deep, personal and
professional satisfaction” (p. 189).
According to Willie and Edmonds (1978), dedication to
anyone or anything requires deep and personal (though not
necessarily professional) satisfaction and commitment.
These are intrinsic variables and feelings, that can most
clearly be explained by the individual(s) involved (i.e.,
faculty members themselves). It is significant to note at
this juncture that faculty members at HBCUs are not
exclusively Black and may be from an array of ethnic,
cultural, religious background(s), and their morale is not
always money-motivated. For example, "many excellent white
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teachers are in black colleges as a result of deep, personal
and professional satisfaction" (Willie and Edmonds, 1978,
p. 189) . Thompson (1973) reviewed "the problem of faculty
morale," as he called it. He surmised morale as being an
attitude that influenced a degree of security and
self-fulfillment. His definition of morale resembles that
of both Herzberg (1966) and Maslow (1954). Thompson, just
as other scholars, admits that morale is difficult to
measure because it is intangible. It is the complex, unseen
element of human behavior.
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HBCU Faculty/Student Characterlstica
Black youth of the past and present continue to
experience walls of segregation and persecution which often
lead to mental, spiritual, and physical death (Willie and
Edmonds, 1978). The society unfortunately proclaims
equality, yet evinces inequality. Statistics reveal that
Black youth and Blacks in general, particularly the Black
male, is a very endangered species (Dewart, 1987). Hence,
in an attempt to balance this unfortunate reality, many
Blacks simply engage in anything-goes survival techniques.
And the liberal media is not ashamed to highlight the
problems of the Black communities such as drug abuse,
homicide, drop-out, teen pregnancy, infant morality rates,
civil and domestic crimes, and the like. These and many
other itinerant problems face Black college faculty members
the day they say welcome to my class. These faculty members
must be cognizant of the reality that many of their normal¬
looking Black students are carrying personalities, fears,
needs, wants, dispositions, etc., that are both directly and
indirectly affected positively and negatively by their local
as well as national environment(s). Hence, the character of
the Black college faculty member must be one that provides a
liberal education that the students can relate to and find
stimulating. For the most part, HBCU faculty members have
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relatively succeeded in producing positive, successful Black
graduates as recorded by Willie and Edmonds (1978). "While
none of their students have become president of the United
States or billionaires, many have become very successful in
all major walks of life" (p. 188). The question has often
been asked, where would these students be without positive
faculty members? "Without great teachers some of these,
outstanding graduates, who were high-risk high school
products, would have inherited only the poverty and
disesteem suffered by their parents" (p. 188).
"Almost all experienced teachers in black colleges can
cite any number of high-risk students whom they helped
prepare for top-level jobs, professional careers, and
responsible leadership roles" (Willie and Edmonds, 1978,
p. 188) . The character of good faculty members at Black
colleges is varied yet universal. It often changes
depending upon the individual institutions (colleges), the
era (time period), systematic and bureaucratic demands,
location, student needs, dispositions, and wants. The
character changes of the faculty usually reflect the needs
cited above though there are a few basic characteristics.
For example, a 1973 survey of Black college faculty members
revealed that;
Nearly 40 percent are female.
25 to 50 percent are white (one-third are white).
Nearly one-third hold the doctorate (25 percent in
most colleges and at least 50 percent in top
colleges).
No less than 75 percent have acquired at least five
years of black college experiences.
Black faculty are mostly black college graduates
usually teachers by profession.
Few engage in research required at large universities
or small affluent white college (five or six percent
published scholarly journals or wrote books) [There
are legitimate reasons for this low percentage.
These reasons include the lack of money, time,
resources, racism by publishers, sexism, fear of
rejection, inadequate support and pressure from
colleagues and administrators, to name a few.]
Oriented toward classroom activities, personal
counseling, and sponsoring student organization.
Interaction with students is varied, sustained,
and personal
Majority teach lower classmen (introductory courses
to insure a relatively solid academic foundation).
(Willie and Edmonds, 1978, pp. 189-190)
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It is significant to note that Thompson's survey very
much resembles historical and contemporary observations.
For example, Blackburn (1980) provided data which revealed
that 45 percent of the faculty members at traditionally
Black institutions are non-Black. Though this does not
indicate that 45 percent are White, it does indicate that at
least one-third is, just at Thompson (1973) observed.
Blackburn noted that the professors of these colleges vary
with respect to ethnicity (i.e., Korean, Indian, Mid and Far
Eastern), Blackburn further states that "faculty integration
had continued to increase for fifteen years in traditionally
Black institutions" (pp. 604-605). He reported that White
institutions maintained an overall higher quality of faculty
when compared with traditionally Black institutions. This
is not unlikely since integration allows White and non-White
scholars the opportunity to experience the attractive
opportunities of large White universities as observed below:
"The result for today, and for tomorrow, is a critical
shortage of black Ph.D.s for TBIs. Since such a black Ph.D.
will be courted by TWIs this person is less likely to become
employed by a TBI" (Blackburn, 1980, p. 610) .
This shortage of high quality Black Ph.D.s
unfortunately has negative effects upon the quality of
future teachers, and faculty members of both White and Black
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public, secondary schools, colleges, and universities as
recorded by Beverly B. Dupre' in her article entitled
"Problems Regarding the Survival of Future Black Teachers in
Education," published in the Journal of Negro Education
(1986), p. 58. She sustains that Black educated graduates
continue to perform poorly on standardized tests which
creates the shortages (i.e., nine out of 35 passed a
Louisiana State Test). Dupre' further noted that there are
fewer school age children from White families attending
school than Black and Hispanic families. According to
Dupre', this causes a complex ripple effect upon the
educational as well as social system.
This demographic imbalance presents the problem of a
diminishing number of black teachers to educate an
increasing enrollment of black students. Since the
teacher education programs of black colleges
historically have produced the majority of black
teachers, they also have been affected by the impact of
the same problem and the complex factors that have
created it.
(Dupre', 1986, p. 56)
This problem affects the "quality of the instructor's
instruction," added Dupre'. The instructors must be taught
well in order to have a solid foundation from which to
teach. Diminishing and changing faculty and student body
population and quality adversely affects the teachers.
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educators in Black colleges, according to Asa Hilliard 111
as recorded by Ivan Van Sertima (1985). Dupre' surmises
that teachers are influenced greatly by the following
factors:
1. Funding
2. Teacher Education Faculty
3. Student Profiles
4. Curriculvim
Faculty (teacher) character is influenced by these and
other variables. Other characteristics of White faculty
members as recorded by Brown and Donovan in 1980 are as
follows:
[23 White Fayetteville State University teachers (15
males and eight females) responded to Brown's
questionnaire which sought to identify possible
differences in cultural settings between two Black
colleges (FSU and Morehouse College).]
1. 57 percent were married
2. Average age was between 40-44 years.
3. 78 percent held (hold) doctorates.
4. All were employed full-time.
5. All were teaching within their area of
specialization.
. All had at least 11.5 years teaching experience6
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(8.1 at undergraduate level).
7. 91.3 percent had attended interracial schools
(elementary through graduate).
8. 43 percent were not taught by black faculty.
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Perceived Essential Factors/Variables
that Affect Faculty Work Motivation
As previously noted, there were very few Black faculty
members on White college campuses, but there were White
faculty members on Black college campuses. One study by
Paul Decker (1955), a graduate student of Stetson
University, was worth mentioning. Decker found that
interpersonal relationships with colleagues and students
were significant factors for faculty work motivation. "All
but 5 percent of the white teachers in the study claimed
good rapport with the Negro colleagues. The most important
point stressed by the majority of respondents was that
friendships are based on common likes and dislikes, and not
on the color of the skin" (p. 26). This relationship
continues for 20 or more years but for reasons deeper than
humanitarianism as suggested by Patricia Stringer (1974).
Stringer wrote from her own experiences that most of the
good treatment that White faculty members, females in
particular, experienced on Black college campuses,
especially in the south were due to the long-revered
Southern Belle tradition. She explained that this tradition
holds that:
A white women is to be put on a pedestal, admired,
shown off, and, of course, kept in her place by white
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men . . . who dominate the south . . . among
people [Blacks] who were taught from birth that a
white women is not to be trifled with . . . and
automatically respected . . . and doors opened as if
by magic, and student classroom behavior was orderly
to the point of apathy (p. 28).
From these examples by Decker and Stringer, one can see that
interpersonal relationships are a factor in faculty work
motivation that has deep intrinsic motives and driving
force(s). The reader must be cognizant of the reality that
much of Black college faculty motivation during the 1970s
and below was greatly influenced by Whites and their
supersystem (Graubard, 1971). He best clarifies this
reality with the following quotation: "Indeed, as Riesman
and Jencks remind us, these schools were for the most part
financed by white philanthropists, controlled by white
boards of trustees, initially administered by white
presidents, and largely staffed by white faculty" (p. 808).
The presence, and/or absence of adequate funds
available to Negro institutions influenced faculty
motivation conceded Eddie W. Morris (1972). "Funds must be
made available ... so that they can bring salaries of
their faculties up to the level of their region and nation
... to make it possible to upgrade facilities and install
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equipment that often are so appealing to the black professor
who is genuinely interested in teaching. The needed
financial support will make it possible to lower
pupil-teacher ratios and reduce the number of preparation
with which they must contend and provide better fringe
benefits" (p. 318). Diener (1985) concluded that the
following factors as chronologically listed were by far the
chief satisfiers and motivators for faculty.
1. Student growth
2. Personal growth and intellectual stimulation
3. Working conditions - flexible schedule and
classroom autonomy
4. Intellectual challenge of a discipline
5. Interaction with stimulating colleagues
6. Church or community service
Diener (1985) further deduced that the following
variables were dissatisfying and negatively affected faculty
work motivation:
1. Poor facilities and equipment
2. Inflexible or heavy teaching schedules
3. Low salaries
4. Lack of professional recognition
5. High amounts of bureaucracy/red tape
Student and college apathy6.
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Sensitivity to job stressors and well-needed changes
must be the main focus of academic institutions.
Institutional leadership and faculty both must support
efforts to further student and faculty growth. And they
must not be immune to change (Diener, 1985).
The task of developing and maintaining fair, objective
changes and/or treatment for faculty requires highly
sensitive and well skilled leadership, Hatton (1988)
explained. For example, Hatton expressed that "merit pay,
career pay, career ladder, or master teacher programs should
be carefully developed to avoid subjective or preferential
treatment and to prevent divisive attitudes among teachers"
(p. 71).
A study was done by Curry-Williams and Margaret Louise
in 1985. Their study was entitled. Factors that Influence
"Other-Races" faculty decisions to accept, remain in, and
consider leaving faculty positions at four southeastern
public universities (Minority, Black, TBI, White, TWI).
Williams and Louise (1985) studied two traditionally White
(TWI) and two traditionally Black institutions (TBI) to
identify the factors that influence the decisions of faculty
to accept, remain in or consider leaving faculty positions
at those (selected) institutions. They examined Black
faculty at TWI and White faculty at TBI. Their findings
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were/are as follows;
1. Black faculty express strong sentiments in support
of affirmative action which influence them to
remain in their jobs, but could influence them to
leave TWIs.
2. Fewer blacks than white faculty expect promotions
when accepting jobs at TWIs.
3. Black faculty are influenced, in part, to accept
jobs at TWIs due to campus recreational
facilities.
4. More white than black faculty will consider
leaving their jobs due to compensation concerns.
5. White faculty will consider leaving their TBIs due
to concern about the poor reputations of TBIs and
low academic level of students.
6. All other-race faculty employment decisions are
influenced by the geographical location of their
universities.
(Curry-Williams and Louise, 1985)
Curry-Williams and Louise (1985) concluded that
sensitive leadership is mandatory. They also recognized
that sensitive leaders must maneuver within the political
and systemic walls of bureaucracy. This sensitivity will be
recognized by the faculty and hence be a significant
motivation factor as Diener (1985), and Hatton (1988)
previously expounded.
Charles Brown and Delores Donovan (1980) observed
through his study that faculty sensitivity is closely
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influenced by their individual exposure to others during
their academic matriculation. Their study. White Faculty at
Historically Black Institutions; A Pilot Study, was
conducted in 1980. He examined two pre-dominantly Black
institutions: Morehouse College in Georgia and Fayetteville
State University in North Carolina. They sought to examine
the significance of cultural differences in relationship to
employment choices, students assessment, professional
activities as well as teaching, and the desire to stay at
present positions (Brown and Donovan, 1980).
Below are motivating factors according to Brown and
Donovan:
White faculty at FSU;
1. Need for employment
2. High amounts of fringe benefits
3. (86%) considered spending the
remainder of their careers at TBI)
White faculty at Morehouse;
1. Need for employment
2. Student caliber assessment
3. School's publishing record
Level of job satisfaction4.
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As Brown and Donovan (1980) highlighted a few
significant factors that influence White faculty acceptance
and retention at TBI's, Mr. Durham and the State Board of
Higher Education of Annapolis, Maryland (1980), cited a few
variables that are negative motivation factors. Their
"Enhancement Study" identified that faculty, students and
the institutions in general were (are) affected by the
following variables;
1. Funding cut-backs
2. Poor science facilities and equipment
3. Improper equipment maintenance
4. Insufficient faculty in various disciplines
(creating faculty work-overloads)
Hence, the basic conjecture of Durham (1980) and Brown
and Donovan (1980) is that White faculty members are
attracted to and remain at Black institutions for economic,
financial, prestigious, quality of reputation as well as
interpersonal and social reasons.
OVERVIEW OF SELECTED VARIABLES
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Overview of Selected Variables
Salary
Salary and fringe benefits have always been an
important aspect of work motivation. The question is not
whether or not salary influences work motivation, but to
what degee? In the 1920s salaries, like other compensations,
were relatively modest though influential to say the least
(Sewell and Troop, 1981).
"In those days [1929] faculty and staff salaries were
relatively small. However, the inclusion of room and board
as prerequisites meant much to college employees, many of
whom were unmarried In the 1920's the financial
condition at Morris Brown's [one of the HBCUs] financial
condition grew worse, probably reflecting national and
regional economic difficulties... . Faculty and staff
personnel rarely received a full month's pay at the end of a
given month" (Sewell and Troup, 1981, p. 67) . Morris Brown
found itself in serious debt as a result of given portions
of salaries and general payments to debtors. Their debt
added to more than $250,000, according to Sewell and Troup
(1981). " The constituency was entirely discouraged. The
condition was so bad that the institution was forced into
bankruptcy and the president. Doctor John Lewis resigned
[1928]" (p. 68).
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Salary or pay has always been a concern for those who
work for others either in the social, political, or academic
arena. History reveals that salary increases or decreases
are serious matters. "It affects the morale of the faculty
especially at Negro Colleges," one college president
explained in 1933;
Our state fund of $140,000 a year for teachers has been
reduced 20 percent. This $28,000 reduction was
absorbed in the reduction of the salaries of our
workers. When teachers are poorly paid to start with,
a reduction in the amounts which they receive is always
depressing . . . [however] in spite of the reductions
in salaries, our teachers have to date maintained a
fine spirit...(Holmes, 1933, p. 22).
"While there is a deep interest in innovation at many
developing colleges, inexperience, conservation factions,
and lack of time and money hinder progress," wrote William
O'Connell in 1969 (p. 39). The issue of money, salary or
pay seems to almost always be addressed when reviewing human
motivation. Though salary (money), as O'Connell has stated,
can and does hinder innovation, it does not necessarily have
to negatively affect motivation, according to Herzberg
(1966). According to O'Connell (1969), salary is not always
43
the primary or even secondary motivator for individuals,
though it is significant and may provide a sense of job
satisfaction or job security depending upon the individual
or group.
"Herzberg classified salary as a hygiene factor because
it was common in tales of long-lasting dissatisfaction"
(Herzberg, Mausner, Snyderman, 1959, pp. 79-83). Jellema
(1973) studied 14 private Black colleges and a matched
sample of predominantly White private colleges. The study
revealed that professors at White colleges received a 9.8%
greater compensation than professors at Black colleges.
Jellema did not indicate whether or not this difference
affected the motivation level of faculty members of HBCUs.
In 1985 the National Center of Education Statistics (NCES)
studied 105 HBCUs from 19 states and the District of
Columbia. They recorded that by 1981 TBI's (HBCU's) had
employed nearly 40,000 persons, 85 percent were full-time.
Faculty accounted for 37 percent. The average faculty
salary of HBCUs was lower than faculty salaries of other
institutions, according to NCES. "The average salary and
fringe benefits were about 10 percent lower in the TBIs than
in the TBI states, regardless of academic rank" (p. 8).
The NCES surmised that the lower faculty salaries may
affect HBCUs recruiting ability. It is important to note
that faculty and administrative salaries and "financial
reward[s] alone [are] insufficient to induce job
satisfaction" (Kimbrough and Nunnery, 1983, p. 25). "To
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maintain strong, predominantly black facilities,
historically black colleges must work to increase the pool
of potential black professors and provide salaries and
working conditions that attract top educators" (Billingsley,
1982, p. 33). Salaries must be competitive with
traditionally white colleges if HBCUs are expected to
attract the best faculty. It is unrealistic to expect
quality faculty to be attracted to HBCUs who pay less than
Historically White Colleges and Universities (HWCUs). The
economic status of contemporary America resembles that of
the past (1930s) and everyone has to pay bills including and
especially HBCUs. There are many funding-programs that have
been designed to assist HBCUs with their financial
difficulties, according to Kirschner, Payne, and Schiavi,
authors of the United Negro College Fund (UNCF) report dated
1987.
Jacques and Hall (1980) studied the effects of
integration of Southeastern Black and White universities
during the late 1970's. His observation was very
informative; "Higher paid labor, whether they were black at
TBIs [HBCUs] or white at TWI [HWCUs], experienced greater
job security, greater degrees of job satisfaction, and less
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institutional alienation than cheaper paid labor” (p. 160).
Jacques and Hall hold that this observation held true for
trustees, administrators, faculty, and professional
nonfaculty personnel regardless of their ethnicity or race.
Some organizations developed a loan program to help Black
colleges survive the rising cost of education.
Gilmartin (1982) performed a Statistical Analysis Group
in Education (SAGE) to determine college and university
financial and non-financial indicators and to measure
institutional viability and capability of growth and
development. He discovered that select colleges and
universities were in distress yearly as a result of the
following indicators;
* default on a federal loan
* extreme enrollment declines
* reduction in faculty salaries
* declines in current fund balances
(for private colleges)
* declines in current fund revenues
(for public colleges)
(Gilmartin, 1981, p. 156)
The shortages cited above which created distress and
strain on public and private colleges can be removed by the
very system that allowed the shortages in the beginning.
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According to Durham (1980), Black colleges may have the
opportunity to survive financial starvation if they join
funds, so to speak; "Simple infusion of extra money to black
colleges may be necessary for states to disregard years of
underfunding" (p. 20).
Fiscal constraints and the lack of government support
continue to affect HBCUs according to the National Advisory
Committee on Black Higher Education and Black Colleges and
Universities (1981). The committee identified the status of
HBCUs between 1975 and 1978. The results were as follows:
1. Expenditures for fiscal year 1975 were
99% of revenues.
2. In 1975 library holdings were considerably less,
per capita students, than for higher education
overall.
3. HBC's [HBCUs] rely more heavily on federal funding
and receive less state funding, than other
institutions.
4. In fiscal year 1979 HBC's received only 4.4% of
federal funds obligated for research and
development.
5. HBC's continue to receive a very small portion of




"Respect from others include such concepts as
recognition, acceptance and appreciation" (Dobson, Dobson,
and Kessinger, 1980, p. 94). Mutual respect and trust are
essential elements that allow for recognition which enhances
growth, development and motivation especially in an academic
environment. And stereotyped perceptions may affect
recognition and interpersonal relationships within the
institutions (Dobson, Dobson, and Kessinger, 1980).
Individuals tend to feel recognized when they have
performed well under clear, understandable circumstances and
their performance has been objectively affirmed via feedback
as an achiever (Kash and Borich, 1978). They added "if
academic achievement is to serve as a source of self-esteem,
it must be valued; and to acquire this value the student
[faculty member] must be recognized and affirmed as an
achiever who has positive impact on significant others and
the environment" (p. 199) .
As Kash and Borich (1978) previously indicated feedback
is an essential element of recognition. Cunningham (1982)
contends that "feedback should go directly to the employee
responsible for the work so that he or she can have
immediate knowledge of how well he or she is doing the job"
(p. 222). Delayed feedback usually does not have the same
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effect upon the worker (i.e., student, faculty member, or
administrator) as an immediate response, even if the
response or recognition is very positive and supportive
(Kash and Borich, 1978).
Levine (1985) performed a comparative study between
excellent companies and exemplary schools to identify their
common goals and characteristics. In the area of
recognition, Levine uncovered that successful companies
develop specific management styles and characteristics that
empower its employees. Below is a portion of a list that
highlights some of the basic "conflicts” within human beings
that affect recognition;
* People need praise.
* People need to feel they are winners.
* People are sensitive to external rewards
but are also strongly self-motivated.
(Levine, 1985, p. 59)
Patchen (1970) as recorded by McClelland (1962) said "a
strong need for achievement has been linked to more intense
feelings of dissatisfaction when the job lacks challenge,
feedback, and recognition” (p. 14). McClelland (1962)
added that people receive that recognition through other
people and personal relationships. People vary in their
needs to socialize with others. Their affiliations are
either savored as good times or thought of as shortcomings.
49
according to McClelland (1962). "People tend to seek out
others to gain confirmation [recognition and acceptance] for
their own beliefs or to relieve the stress of uncertainties"
(Schachter, 1959, p. 59).
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School Location
The literature indicated that school faculty location
appears to be more of a student versus faculty motivator and
key factor for selecting a specific college. For example, a
study done by Anne Collins (1970) involving 22,550
University of Maryland undergraduates revealed the
following:
* Students more often chose to attend the university
because of its geographic location and low cost.
* Students' friendships and coursework contributed to
past development.
* Geographic location and campus atmosphere were its
best features.
(Collins, 1970, p. 10)
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Job Satisfaction
Manning (1973) performed a study that examined 34
public and 33 private and predominantly Negro colleges
(HBCUs). The study concentrated on factors that assisted in
attracting faculty members to teaching careers in science.
Seventy-eight percent of 485 responded to the questionnaire.
According to Manning, the major findings include the
following:
* Negroes made up less than half (46 percent) of the
science faculties in the colleges.
* Teachers were generally from lower-middle class
backgrounds.
* Teachers were usually recruited from their own
region.
* Teachers were generally satisfied with their career
choice (science) and planned to continue their jobs.
"Job satisfaction occurs when a worker experiences
a sense of meaningfulness and responsibility and gets
information about results" (Cunningham, 1982, p. 222). He
studied and acknowledged selected systematic skills,
techniques, and character traits that positively influence
organizational development of administrators. The deliberate
upgrading of responsibility, scope, challenge for personal
growth, and meaningful work experience are key elements that
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increase job enrichment and satisfaction. Cunningham (1982)







Nettles (1988) conducted a study to address the issues
of equity and equality for Black undergraduate students in
higher education. Nettles proposed specific avenues that
may be taken to eliminate many of these vestiges of
inequality. Faculty motivation in relation to job
satisfaction is one of the main ways of addressing the
concerns. He stated that students should be advised to
attend colleges and universities with a highly satisfied
faculty. "Faculty satisfaction contributes to student
performance, and Black students are less likely than are
White students to attend institutions with a high degree of
faculty satisfaction" (p, 32) .
Kimbrough and Nunnery (1983) conducted a survey on
personal job satisfaction among school district
administrators. They reported that job satisfaction tends
to be related to one's job level. Individuals in higher
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level positions reported higher job satisfaction than lower
level individuals and reaffirmed their career choices. Job
satisfaction is influenced by intrinsic rewards such as
status, being a key member of an administrative team,
participating in districtwide decision-making processes,
being respected as an expert in one's area of concentration,
and performing usefully for one's district. Working with
central office personnel, teachers, and parents to solve
school problems and issues provides principals with a
certain amount of satisfaction. Kimbrough and Nunnery





Herzberg postulated that job satisfaction is influenced




Power in the decision-making system should always be
used to benefit the entire college or university. This
power should be relatively flexible and sensitive to the
needs of the people it serves. "It may be necessary to
provide the administrator with discretionary powers to
adjust procedures and policies to clearly benefit the
institution [faculty], and its students" (Durham, 1980, p.
20) . College or university guidelines should be applied
with a degree of flexibility to create fair educational
opportunities to faculty, administration, students and
non-academic staff (Goddard, 1981). Institutions tend
to run smoother when the power and philosophy are shared
among those persons who feel they will be held responsible
for the institution's success or failure.
"An identical, hopefully shared, philosophy enables a
faculty to order priorities, establish goals, identify
activities, analyze conflicting proposals, and convert [by
nurturing] controversy into meaningful school experiences"
(Dobson, Dobson and Kessinger, 1980, p. 35). They wrote
that synthesized philosophy of values is the most critical
and practical aspect of teaching and schooling. Their book,
entitled Staff Development, A Humanistic Approach, concluded
the following as it relates to the decision-making system.
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* Imposed reality contributes to the loss of ideas
which often results in alienation.
* Real improvement in schooling will occur when each
person's beliefs, feelings, and behavior reflect
congruency (agreement).
* Arriving at consensus relative to the purpose of
schooling is a complex affair in society that
purports to encourage pluralism.
* The bureaucratic structure of schools limits teacher
(faculty member) involvement in decision-making
relative to school activities.
* When members of a group, such as school faculty, are
consciously aware of a philosophy, they have a
foundation for assessing their current daily
practices (Dobson, Dobson and Kessinger, 1980, pp.
35-36).
Cunningham (1982) stated that in a participative group,
communication goes up, down, and across. Goals are
established with the participation of those who will have to
work successfully to achieve them and are not ordered from
the powers on high. A participative (democratic, open and
flexible) decision-making system is most effective in
producing high morale and positive output. This type of
system allows for more interaction, higher expectations, and
an Increased sense of personal worth. "Bosses and peers
seek the employee's expertise, listen to him or her, and
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value the contribution" (Cunningham, 1982, p. 277). This
open system denies a great deal of managerial prerogatives
otherwise thrust upon subordinate groups which is the
primary reason many organizations, particularly academic
institutions, do not employ this system often. Most
organizations use one or two of the following four
decision-making systems; System 1-Exploitative
authoritative; System 2-Benevolent authoritative; System





As previously quoted by Jacques and Hall (1980), the
microscopic theory of the split labor market "suggests that
race questions are really class questions in that one racial
group may be identified as cheaper paid labor while the
other may be identified as high priced labor" (p. 160).
Unfortunately, institutional racism (classism)
continues to plague the American higher education system
(Exume, 1981). He highlighted that there are many barriers
placed in front of the Black students and staff members to
deny them entry into higher education. His research looked
at the meaning, operation, and impact of past and present
institutional racism. Exume (1981) concluded that
institutional racism and bigotry were and still are very
much a part of the American society that is destroying
institutional and personal relationships, academia, and
higher education in general.
Holliday (1979) presented research concerned with
desegregation issues in higher-education. Her sample was
taken from Black colleges and universities. She recorded
that federal, state and private entities combined efforts to
develop a dual racial higher education system. The racial
compositions of students and faculty are systematically
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distinct. Black colleges were created to enforce racial
exclusionary practices with evident contradictions. "In the
interest of diversity, the Title III program seeks to
strengthen historically black colleges [HBCUs], while at the
same time concern for civil rights is reflected in
desegregation efforts which could eliminate these colleges.
The contradictions have generated policies which are uneven
and often inequitable in their impact on Black colleges"
(Holliday, 1979, p. 29).
Blake (1979) conducted a comparative analysis of HBCUs
and HWCUs to examine the forces of discrimination in U.S.
institutions of higher learning. He reported the following;
* Average literature attempts to show inherent
inferiority of Black American's education.
* White colleagues cannot understand equality views of
blacks due to America's distorted facts about
blacks.
* Continued overt and covert discrimination is
reported by faculty and students.
* There continues to be short-term and uncertain
support for HBCUs.
(Blake, 1979)
Evans and Evans (1982) highlighted racial issues of
Black college educators before and after the 1960s. They
identified that institutional racism and minimal funding
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create tremendous competition between Black faculty members.
"Institutional racism was supported and maintained by even
the highest levels of government... Statistics gathered by
Tuskegee Institute (1892-1947) indicated that at least 3,426
Blacks were lynched indiscriminately. Southern states,
where most Black educators lived, accounted for 87 percent
of all Black lynchings" (Evans and Evans, 1982, p. 257).
Before 1960 Black educators could lose their lives or
at least their careers if they were caught by Whites in
objectionable actions in Black communities. Nonetheless,
Black educators were among the primary fighters against
racism during that time according to Evans and Evans (1982).
President John Kennedy in 1960 addressed more Black
civil rights and poverty issues. And more programs were
developed to meet inner city (Black) needs. Evans and Evans
(1982) wrote that "for the first time they could participate
in activities to fight racism and receive protection from
the federal government" (p. 259).
Black scholars began to use scholarship to combat
racism. Scholarship was used to melt racist ideologies
taught by White educators such as Blacks are inherently




Minton and Schneider (1980) explained that "although
marital status and parental responsibilities are likely to
become less salient in women's career choices, women will
continue to bear the major responsibility for children, and
it is their own career that will continue to be marked by
the need to accommodate both parental and occupational
roles" (p. 285). Marital status affects career choices.




Simmons (1979) examined the Impact of implementing
Title IX of 1972 in a predominantly Black public university
(Florida A&M University). "Title IX assures everyone
regardless of sex an equal opportunity to learn a skill,
choose a course of study, advance in status, participate in
a sport, receive a scholarship or otherwise benefit from the
offerings of any institution supported by federal aid" (p.
21) . Title IX addresses student admission and treatment and
institution employment. Specifically, employers must
procure equal pay for equal work regardless of the
employer's gender. Simmons (1979) added that females who
are pregnant are not to be excluded from employment.
Levine and Havighurst (1984) traced the changing
perceptions of women's positions in society. Their writings
advance from the first major women's rights movement of the
1840's to the present. They acknowledged that both men and
women fought and must continue to fight for equal rights of
both sexes, but especially women's rights. "Civil rights
and other strains of social activism again served as a spur
for the women's movement. As women participated in efforts
to eliminate discrimination against Blacks or took part in
student movements to gain greater control over educational
institutions during the 1960s, feminists became sensitive
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also to inequities between men and women" (p. 512).
Women made up about 25 percent of institutional staffs
of higher education in 1980 and most of them were
disproportionately in teachers' colleges, two-year and
low-prestige institutions. "Their male colleagues earned
slightly higher salaries, were more likely to have tenure,
and were more than twice as likely to be full professors"
(Levine and Havighurst, 1984, p. 523).
There is a number of psychobiological causes submitted
as justification for possible sex differences in the areas
of verbal ability and achievement for females and
mathematical ability and achievement for males. These
psychobiological causes include;
* Hereditary differences linked to the x-chromosome
* Sex differences in serum uric acid
(the "gout" hypothesis)
* Hormone differences
* Differences in brain lateralization and organization
(e.g., specialization in left-and-right-hemisphere
functioning)
(Levine and Havighurst, 1984, pp. 533-534)
In colleges and universities there are relatively few
female faculty members other than those in traditional
women's fields. This affects the female student population
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for there are few female role models for them (Levine and
Havighurst, 1984).
Minton and Schneider (1980) through a sex survey from
White middle-class samples noted that women are rapidly
approaching men in the educational sphere. In 1960 women in
law and medical schools comprised only four and six percent
as compared to 19 and 18% in 1974. "Yet despite these
changes, nowhere is it suggested that the pattern of female
occupational choices, earnings, or job mobility will
approximate that of men, and certainly not in the near
future" (p. 459). They concluded that females tend to feel
less confident about their ability and are more likely than
males to be less motivated to strive for success.
Hoskins (1978) performed research on Black
administrators in Higher Education to statistically analyze
and present the present conditions and perceptions of Black
faculty and administrators at HBCUs and HWCUs. In relation
to sex, he reported that the difference between Black male
to female administrators at both Black and White
institutions is insignificant, though the numbers of Black
males are slightly higher (p. 45).
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Tenure
"The small number of women in tenured teaching
positions is related to the few women found in the
administrative hierarchy. Less than 10 percent of college
presidents and chief business officers and about 12 percent
of chief academic officers are women" (Levine and
Havighurst, 1984, p. 524).
Levine and Havighurst (1984) acknowledged that it is
currently against the law to forcefully retire tenured
professors because of age until they are 70 years of age,
regardless of their gender.
HBCUs employed nearly 12,000 full-time faculty in 1981
(NCES, 1981). "The proportion of faculty with tenure has
remained about the same (since the mid-1970s) at 44 percent"
(p. 8). Tenure rates for professors, associate professors
and assistant professors at HBCUs were low. The NCES
statistical analysis (1981) of HBCUs suggested that below
average salaries, rank, and tenure rates may negatively
affect HBCU recruiting abilities.
"It is a well-known fact that professional advancement
or promotion in rank is of crucial importance for the morale
of the [college] teacher" (Thompson, 1973, p. 168). Below
are his findings in this area;
* 19 percent had permanent tenure
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* 32 percent or one third had 1-year contracts
* 11 percent had 2-5 year contracts
* 38 percent claimed "there were no definite tenure
practices followed by their colleges" (p. 168)
(47 percent expressed that the determining criteria
for promotion of tenure were not known to them)
(Thompson, 1973, p. 168)
Thompson theorized and concluded that "the insecurity
experienced by most teachers in these colleges does loom as
a major reason for low morale" (p. 169).
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Summary
The review of literature has always been and shall
continue to be an essential part of research. Chapter II
has focused on the following areas of concern;
(a) An overview of HBCUs in the U.S. Pre-1975
(b) An overview of HBCUs in the U.S. Post-1975
(c) Black college faculty/student characteristics
(d) Perceived variables that affect faculty work
motivation
(e) An overview of selected variables
(f) Summary.
The literature clearly identified the reality that
there are some variables that have a more significant effect
upon faculty work motivation than others. These factors
such as curriculum funds, equipment, classroom size,
promotional opportunities, interpersonal relationships,
recognition, school prestige/location and student quality
all are inter-related and influenced heavily by complex
institutional as well as non-institutional variables
(Dupre', 1986). Willie and Edmonds, Thompson, Blackburn,
Stringer, Graubard, Morris, Diener, Curry-Williams and
Louise, Hatton, Dupre', and others documented the fact that
motivation is enhanced or stifled by specific internal and
external variables within the whole of society.
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CHAPTER III
THEORETICAL FRAMEWORK & RESEARCH DESIGN
Introduction
The literature review indicated that faculty members of
HBCUs are motivated to work by selected influences. The
literature was not explicit in identifying which specific
variables are most significant compared with those that are
not. Hence, the need for this study to identify those
variables was supported. This study recognized that varying
circumstances and conditions influence all variables that
affect motivation (Kimbrough and Nunnery, 1983).
Examining the unique relationship between these
variables and faculty work motivation will enable one to
realize the basic needs, wants, and dispositions of people
in order to provide for a more positive and healthy work
environment and mental, physical, spiritual nourishment.
This nourishment would and does increase work motivation as
it enhances morale, job satisfaction, and productivity
(Herzberg, 1959).
The following figure (figure 1) identifies the
variables used in this study for the examination of faculty































The Dependent Variable; The dependent variable is
faculty work motivation.
1. Faculty work motivation as employed in this study refers
to behavior that demonstrates the extent of the
instructors^ desire to excel within the college
environment. Internal and external energy drives one to
carry out one's duty. This energy may drive faculty
members to go beyond their ordinary instructional
responsibilities. For example, they may take full part
in the administrative and social life of the HBCU. They
may be willingly serve on committees. They may attend
graduation and other ceremonial occasions. They may
show concern for their students in the classrooms and in
conferences by offering individual assistance and
counseling. They may show an interest in the academic
welfare of students. They may also help students with
their personal problems (Kimbrough and Nunnery, 1980;
Minton and Sneider, 1985). This variable is
operationalized by items 74-97 on the survey
questionnaire.
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The Independent Variables; The independent variables
refer to factors that could affect faculty motivation at
colleges. The research tenders that these variables can
significantly affect faculty work motivation.
1. Salary, for purpose of this study, refers to wages,
money, pension, and fixed compensation to include
medical health plans and insurance, financial assistance
for faculty conferences and workshops, fringe benefits
that are paid for services rendered (Swartz, 1978; NCES,
1981; McClelland, 1962).
2. Recognition refers to being acknowledged, gaining
approval, or being recognized in a specific way by the
college president, staff, colleagues, students, and
community and college representatives (Kimbrough and
Nunnery, 1983; Levine, 1985; Kash and Borich, 1978;
Dobson, 1980).
3. School location refers to metropolitan (large city,
densely populated), urban (a part of the city, i.e.,
town), suburban (outskirts of a city or town) or rural
(country) (NECS, 1981).
4. Job satisfaction refers to the subjective fulfillment,
gratification of a need, want, or concern derived from
work. This variable affects
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personal commitinent or the lack thereof. For example,
faculty members feel their energy skills are recognized
and utilized and, as a result, their sense of
self-actualization at work is high. They are proud of
fellow workers and organization (Nettles, 1988;
Cunningham, 1982).
5. College prestige refers to the standing (i.e.,
popularity, notoriety, praise-worthiness) of the
educational institution in the eyes of the local,
national, and international community as perceived by
faculty (Levine, 1985).
6. Decision-making system (open/closed) refers to the
extent to which the faculty members have input into
decisions governing academic and administrative affairs
(Heintze, 1985; Cunningham, 1982).
7. Demographic characteristics refer to personal
distinguishing qualities such as (a) marital status, (b)
ethnicity, (c) sex, (d) religion, (e) age, (f) tenure.
(a) Marital status is one of the following: married,
single, divorced, or widowed (Minton and
Schneider, 1985).
(b) Ethnicity refers "to the color, race or ethnic
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group, to which the faculty members feel they
belong and is measured by the faculty members' own
statements of their groupings in terms of Black,
White, Brown,” African, Asian, etc. (Figueroa and
Persaud, 1986, p. 10).
(c) Sex refers to gender (male or female).
(d) Religion refers to individual choices to worship
an energy, force, or deity considered supreme
e.g., Christianity, Islam, Judaism, Buddhism, etc.
Religion also refers to an individual's choice not
to worship an energy, force, or deity e.g..
Agnosticism, Atheism, etc. (Heintze, 1985).
(e) Age refers to an individual's development measured
in terms of chronological years (Allen, 1986).
(f) Tenure refers to status granted to the subject
(faculty member) by the college/university after a
set probationary period. This status protects the
subject from summary dismissal (Levine and
Havighurst, 1984).
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Justification for Selectincr Variables
There are certain incentives that "cause individuals to
contribute their efforts to an organization," wrote Chester
Barnard in Papalia and Olds (1985). He further expressed
that those incentives are either specific or general
















Barnard explained that each of the above inducements
(variables) is influenced by other intrinsic and extrinsic
variables that may or may not interact simultaneously. For
example, beyond the basic physiological needs, "incentives
of a personal nonmaterial nature (e.g., opportunity for
distinction, prestige, and personal power) are more powerful
than monetary rewards in the development of an organization.
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unless the money is an indirect means of satisfying
nonmaterial needs (e.g., a symbol of worth)” (Kimbrough and
Nunnery, 1983, p. 273). The inducements that Barnard cited
as being significant closely follow Maslow's Hierarchy of
Needs Pyramid (see figure 3 below), and Douglas McGregor's
and Frederick Herzberg's two-factor theory (see figure 4).
Figure 3





realize one's potential2- Aesthetic needs:
symmetry, order, and beauty3- Cognitive needs:
to know, understand, and explore4- Self-esteem needs: to achieve, be
competent, and gain approval & recognition5- Belongingness and love needs: to affiliate with
others, be accepted, and belong6- Safety needs: to feel secure and safe, out danger7- Basic Physiological needs: food, water, and shelter
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Abraham Maslow (1954) suggested that human needs have
different order(s) of priorities. First comes survival,
represented by the acquisition of the basic needs described
at the base of the pyramid by the number seven. Maslow
claimed that a starving person will take great risks to
obtain food, but once one knows he or she will live, one
then has the luxury of worrying about one's personal safety.
Then one's needs for security must be met, at least in part,
before he or she can even think about meeting the need for
love. Maslow alleged that the fulfillment of each stage (7
thru 1) motivates one to move to the next stage. According
to Maslow, self-sacrifice is the exception and usually not
the rule when humans are striving to meet general (basic)
and specific (particular) needs (Papalia and Olds, 1985, p.
309) .
Maslow developed the theory that humans tend to be
motivated as certain physical needs are met. This is
apparent in most cases; however, there are those who appear
to have all the physical things in life and still are not
motivated. As recorded by Kimbrough and Nunnery (1983),
Douglas McGregor, who advanced Theory Y in 1960, noted that
"a satisfied need is not a motivator of behavior" (p. 274).
He further observed that;
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Typical industrial enterprise provided reasonably well
for the fulfillment of physiological and safety needs,
but offered few opportunities for lower-level employees
to satisfy their egotistic needs.
(Kimbrough and Nunnery, 1983, p. 274)
McGregor (1960) expressed that it is to the employer's
advantage to recognize that organizational employees include
faculty members who have needs other than the basic ones
such as safety and security etc. Focusing and meeting these
social and egotistic (intrinsic) needs will provide
management with a more motivated environment. "Failure to
do so will result in underutilization of human potential,"
(p. 24).
Though McGregor was primarily interested in industrial
employees, many academic institutions are utilizing his
research to motivate their employees, particularly faculty
members. He does not contradict Maslow or vice versa. In
fact, Maslow admits that there are some individuals who are
more motivated by status, an intrinsic factor, than having
their safety and security needs met fully. Being a disciple
of Maslow, McGregor associates motivation with the internal
ego but does not negate the basic human needs. Maslow
starts motivation with the basic human needs (food, water,
shelter, sex, security) and then recognizes the need for
self-esteem which is egotistical and usually emotional in
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origin. Barnard, Maslow, and McGregor identify the reality
that human motivation is influenced by certain general and
specific inducements/stimuli being or not being met. Though
the scholars mentioned above are considered giants in the
area of motivational theory, the theoretical framework would
be incomplete without including Herzberg's two-factor theory
developed through a USA job enrichment research program
during the late 1960s. Herzberg (1966) argued that there
are two major factors that influence work motivation and job
satisfaction. There are those that relate to the extent of
job dissatisfaction (e.g., pay, fringe benefits, nature of
supervision) and those that relate to job satisfaction
(e.g., job content, achievement recognition). Herzberg
referred to the dissatisfiers as "hygiene factors” and the
satisfiers as "motivators.” Herzberg's dissatisfiers are
congruent with Maslow's lower order/basic needs (i.e.,
physiological, safety, security-needs). His satisfiers
(motivators) parallel Maslow's higher-order needs (i.e.,
belonging, self-esteem, self-actualization needs).
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Herzberg contended that "motivators" or higher-order
needs were/are more important for increasing job
satisfaction and motivation than "hygiene factors" or lower-
order needs (Kimbrough and Nunnery, 1983). Below is a model































* Growth at work
Figure 4
Herzberq^s 2-Factor Theory (1966)
Hygiene Motivators
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The study hypothesized that the following independent
variables may be those factors influencing faculty work
motivation in most HBCUs;
Null Hypotheses
The following interrelationships may be hypothesized
from the selected variables.
Hypothesis 1. There is no significant relationship between
demographic characteristics and faculty work motivation.
Hypothesis 2. There is no significant relationship between
salary and faculty work motivation.
Hypothesis 3. There is no significant relationship between
school location and faculty work motivation.
Hypothesis 4. There is no significant relationship between
recognition and faculty work motivation.
Hypothesis 5. There is no significant relationship between
job satisfaction and faculty work motivation.
Hypothesis 6. There is no significant relationship between
the school prestige and faculty work motivation.
Hypothesis 7. There is no significant relationship between
the decision-making system and faculty work motivation.
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Research Design
Population and the Ssunple;
The population of the study consisted of faculty
members at HBCUs in an area within a radius of 300 square
miles of Atlanta, Ga. Ten HBCUs, one public and nine
private, were randomly selected from those within this
area. Twenty percent of the faculty members of each of
those 10 HBCUs were randomly selected for a total sample











Benedict Coll. Pr 100 20
Fort Valley State Coll. Pu 140 28
Johnson C. smith Univ. Pr 75 15
Knoxville Coll. Pr 75 15
Miles Coll. Pr 50 10
Morehouse Coll. Pr 110 22
Morris Brown Coll. Pr 80 16
Oahwood Coll. Pr 85 17
Paine Coll. Pr 75 15
Tuskegee Univ. Pr 300 44
Total 1090 202
* Pr - Private
* Pu - Public
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Instrument/Questionnaire for Data Collection;
The instmment (questionnaire) was developed by the
researcher. The instrument was tested for face validity by
referral to 15 faculty members from three HBCUs not in the
sample. They were asked to judge whether the items measured
the variables as purported.
The questionnaires were distributed and collected in
person. This enhanced the probability of at least a 20
percent response rate which was accomplished by 99 percent
of the HBCUs sampled.
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Instrument for Data Collection:
The data for this study were collected through a
questionnaire to faculty members and from HBCU records. The
following items from the questionnaire were used to collect
















Limitations of the Study
This study is confined to HBCUs generally in the
southeastern region of the United States. This study was
limited by randomization primarily to private HBCUs. It was
not generalized to other colleges and universities. Faculty
work motivation was examined against the variables listed;
demographic characteristics, school location, salary,
recognition, job satisfaction, school prestige, and
decision-making system. There may be other significant
variables not identified in this study that could affect
faculty work motivation.
The data were responses from faculty members who were
asked for their feelings about their job(s) and work
motivation. Hence, the findings reflect a certain amount of




Chapter III has provided the theoretical framework and
defined the following areas of concern:
* Identification of Selected Variables
* Definition of the Variables
* Justification for Selected Variables
* Null Hypotheses
* Research Design; Population and the Sample
* Instrument/Questionnaire for Data Collection
* Limitations of the Study
* Summary
This chapter has provided the theoretical foundation
for the next chapter, Chapter IV -Description of the Sample.
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CHAPTER IV
DATA PRESENTATION & ANALYSIS
Introduction
This chapter focuses on the Data Presentation and
Analysis. It also includes the following areas of concern;
(a) Demographic variables, (b) Testing of the Hypothesis,
(c) Further Examinations based on the Factor Analysis,
(d) Summary of Findings.
The data is presented in terms of the hypotheses that
were used to guide the study. The 5 percent level of
probability (p= .05) was selected as the appropriate level
for the testing of the hypotheses.
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Data Presentation 5 Analysis
Demographic Characteristics:
The following are the demographic characteristics of
the sample on which the study was based. Of the sample
of 202, there were 119 Blacks, 54 Whites, eight Africans,
ten Asians, six East Indians, and three Hispanics. There





Black 119 58.9 58.9
White 54 26.7 85.6
African 8 4.0 89.6
Asian 10 5.0 94.6
E. Indian 6 3.0 97.6
Hispanic 3 1.5 99.0
Write-In 1 .5 99.5
No answer 1 .5 100.0
Total 202 100.0







Females 85 42.1 42.1
Males 115 56.9 99.0
No answer 2 1.0 100.0
Total 202 100.0
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Of the sample, 148 professed to the Christian religion,
which made up 73 percent of the sample population. Ten
were of the Islamic faith. The others surveyed reported
Judaism, Buddhism, Agnosticism, Atheism, and other






Christianity 148 73.3 73.3
Islam 10 5.0 78.3
Judaism 1 .5 78.8
Buddhism 3 1.5 80.3
Agnosticism 5 2.5 82.8
Atheism 3 1.5 84.3
Write-In 26 12.9 97.2
No answer 6 3.0 100.0
Total 202 100.0
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Below, table 4.4 shows the age structure of the sample.
From this table, it can be seen that more than half
(55 percent) of the sample was under 45 years of age.





Up to 25 1 .5 .5
26 - 30 11 5.4 5.9
31 - 25 22 10.9 16.8
36 - 40 42 20.8 37.6
41 - 45 36 17.8 55.4
46 - 50 30 14.9 70.3
51 - 60 35 17.3 87.6
61 - 65 17 8.4 96.0
71 - 75 2 1.0 97.0
76 & up 1 .5 97.5
No answer 5 2.5 100.0
Total 202 100.0
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There were 50 instructors in the sample, 68 assistant
professors, 39 associate professors, and 43 full professors.







Instructor 50 24.8 24.8
Asst. Prof. 68 33.7 58.5
Assoc. Prof. 39 19.3 77.7
Professor 43 21.3 99.0
No answer 2 1.0 100.0
Total 202 100.0
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Sixty percent (17 + 21.3 + 21.4) of the sample had up
to 21 years of teaching experience (see table 4.6 below).
Teible 4.6
Years of Teaching Experience
RANGE
Of YEARS FREQUENCY PERCENT
CUM
PERCENT
1-5 34 17.0 17.0
6-10 43 21.3 38.3
11-21 43 21.4 59.7
22-30 30 15.0 74.7
31+ 19 9.5 84.2
No answer 33 15.8 100.0
202 100.0
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About 42 percent of the sample had five or fewer years
of teaching experience at an HBCU. Sixty-two
percent had up to 10 years of experience at an HBCU.
There were three faculty members with over 40 years of
experience, and eight had over 30 of years experience.
Seventy-five percent had at least two years of
experience (see table 4.7 below).
Table 4.7






0 20 9.9 9.9
1 13 6.4 16.3
2 17 8.4 24.8
3 16 7.9 32.7
4 12 5.9 38.6
5 7 3.5 42.1
6 13 6.4 48.5
7 2 1.0 49.5
8 12 5.9 55.4
9 4 2.0 57.4
10 9 4.5 61.9
11 1 .5 62.4



















































The fields of study that were most represented in
the sample were English - 19, Business - 15,
Education - 12, Biology - 10, and Math, Agriculture
and Music - nine (see Appendix F).
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Of the sample, 59 respondents or 29 percent were
tenured and 129 or 64 percent were not tenured. Six






Tenured 59 29.2 29.2
Not Tenured 129 63.9 93.1
Up for Tenure 1 .5 93.6
No Response 13 6.4 100.0
Total 202 100.0
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Fifty-eight percent (1.5 +27.7+29.2) of the sample make
an annual income under 26 thousand dollars. The top salary






Up to $15,999 3 1.5 1.5
$16 - $20,999 56 27.7 29.2
$21 - $25,999 59 29.2 58.4
$26 - $30,999 31 15.3 73.7
$31 - $35,999 22 10.9 84.6
$36 - $40,999 10 5.0 89.6
$41 - $45,999 8 4.0 93.5
$46 - $50,000 4 2.0 95.5
$51 - $55,999 1 .5 96.0
$61 - $65,999 1 .5 96.5
No Response 7 3.5 100.0
Total 202 100.0
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Almost half (47 percent or 95) of the sample reported
working in a metropolitan (large city) area.
Fifty-seven or 28 percent work in an urban (town)
area. Only 10 percent feel they work in a suburban





Metropolitan 95 47.0 47.0
Urban 57 28.2 75.2
Suburban 21 10.4 85.6
Rural 26 12.9 98.5




Hypotheses I. There is no significant relationship
between the demographic characteristics and work motivation.
None of the fourteen demographic variables that were
selected for this study had a significant relationship with
work motivation; therefore, the null hypothesis is accepted.
There is no significant relationship between the demographic

























Faculty Rank • 0284
( 202)
P= .344
Years of Teaching • 0873
Experience ( 202)
P= .108
Years at Present HBCU • 0614
( 202)
P= .193
Years as Faculty • 0197
at any HBCU ( 202)
P= .391
Tenure Status (Y/N) • 0841
( 202)
P= .117









Hypothesis ZI. There is no significant relationship
between salary and work motivation. The data found in
table 4.12 Indicate that there is a significant relationship
between salary and work motivation. The coefficient of
.1448, is significant at .02 level of probability. Therefore








Hypothesis III. There is no significant relationship
between school location and faculty work motivation. It
can be seen from table 4.13 that the coefficient between
work motivation and school location is .1009. This is
significant at the .077 level of probability which is
above the .05 level of probability set as the acceptable
level of significance. These data reveal that there is
no significant relationship between school location and
work motivation for the purpose of this study. Therefore,









Hypothesis IV. There is no significant relationship
between recognition and faculty work motivation. Table
4.14 indicates that there is a significant relationship
between recognition and faculty work motivation. The
table reveals that recognition has a coefficient of .2181.
This is significant at the .001 level of probability,









Hypothesis V. There is no significant relationship
between job satisfaction and work motivation. The
coefficient of .2800 is significant at the .000 level
of probability as shown in table 4.15. This means that
there is a significant relationship between job
satisfaction and faculty work motivation. Therefore









Hypothesis VI. There is no significant relationship
between school prestige and faculty work motivation. Below,
table 4.16 denotes that the coefficient of .2054 is
significant at the .002 level of probability. Therefore the









Hypothesis VII. There is no significant relationship
between decision-making system and faculty work motivation.
Table 4.17 shows a coefficient of .1743 which is
significant at the .007 level of probability. This is an
indication that there is a significant relationship.











The data were as also analyzed by factor analysis.
This is presented in table 4.18 below. Factor analysis is
a statistical technique primarily used by psychologists.
According to Mouly (1978), this technique allows the
researcher the opportunity to determine the factorial
composition of a mass of data. In other words its main
purpose is to " reduce the matrix of intercorrelations
among data to the smallest number of psychological
dimensions or factors capable of accounting for the
diversity of individual performance" (p.214). This process
reduces time, effort, and the probability of test
overlapping. From the factor analysis below, it can be
seen that work motivation falls into the same factor (#2)
as salary, recognition, job satisfaction, school prestige,
and decision-making. The factor analysis, therefore, can
be seen to support the correlational analysis. The
following demographic variables were together in factor 1:
(e) age range, (f) faculty rank, (g) years of teaching
experience, (h) number of years at present HBCU, (i) years
as faculty at any HBCU, (j) tenure status, (k) length of
tenure and (1) field of study (see Appendix E). School
location (2) for the purpose of this study was not recorded




FACTOR MATRIX (Factor Analysis)
VARIABLE F-l P-2 P-3 P-4 F-5 P-6
Marital
Status .12099 -.18723 .39113 -.27789 -.54241- .27104
Ethnicity .02013 -.18746 .45706 .52353 -.32939 .07409
Gender .00060 .11406 .52427 .47303 .01108- .02996
Religion .03452 .39489 .01632 .48996 .03305- .38281
Age Range .68756 -.12207 -.03479 .13684 .02228 .30653
Faculty Rank .73202 .01892 .04924 .10444 -.29203 .26571
Years Teaching
Experience .79722 -.19091 -.16347 .13374 .02559 .06822
Years at
Present HBCU .81758 -.13872 -.06555 .12488 .30792- .16921
Faculty Years
at any HBCU .75016 -.09611 -.21607 .10094 .32903- .23045
Tenure Status .56577 -.01667 .01069 .08356 .28047 .25612
Tenure Length .55211 -.03415 .37878 -.18367 -.07069- .22434
Field of study .02103 .27483 .36831 -.17078 .34340- .08018
School Location .15764 .23299 .50683 -.53324 .24546 .04798
Annual Salary .42995 .24569 .40166 -.22824 -.27341 .45922
Recognition .10015 .63586 -.33412 .06775 -.07757- .03147
Job Satisfactn. .15307 .73049 .11552 .16703 .15761 .19185
School Prestige .22133 .42470 -.21677 -.29226 .07492- .29946
Decision-
Making System .05721 .49326 -.47345 .03115 -.00455 .18975
Work
Motivation .04320 .53769 -.09062 -.25277 -.19656- .03462
Ill
Summary
This chapter showed that there were five significant
relationships found with faculty work motivation. They
were salary, recognition, job satisfaction, school
prestige, and decision-making system. The basic
demographic variables and school location did not have a
significant relationship with work motivation in this
sample. The independent variable with the strongest
relationship to work motivation was job satisfaction.
It was followed by recognition. The third strongest
variable was school prestige. Decision-making system





This chapter provides the discussion, implications and
recommendations for this study. This chapter critically
analyzes the findings from Chapter IV. The study reveals
that in relationship with other factors, there are certain
variables that more significantly influence faculty work
motivation at HBCUs. This chapter discloses those vital
relationships ascertained via the sampled population.
The findings reveal that no demographic variables were
found to have a relationship to work in this study. The
broad implication is that HBCU administrators must identify
and meet the specific needs of their faculty members with
respect to the variables found to be related to this study.
The recommendations proposed in the study are intended to




The results of the study do not suggest that the
selected demographic variables have any significant
relationship with work motivation. However, it was not an
indication that those variables are not important to work
motivation. It may be that they are all important, but
because of lack of variation in the sample, they did not
show a statistically significant relationship to work
motivation.
The key variables that were vital for this study were
as follows: salary, recognition, job satisfaction, school
prestige and decision-making system.
Salary:
The null hypothesis that related salary to work
motivation was rejected. Salary, including medical
insurance and other fringe benefits, has usually proven to
be a motivator for many faculty members. As Maslow
identified in his hierarchy-of-needs pyramid (1954), there
are certain lower-order basic physiological needs that must
be met in order for human beings to be motivated to climb
upward toward the ultimate state of satisfaction referred to
as self-actualization (Papalia and Olds, 1988). Though
salary alone is not enough, it allows one the opportunity to
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meet those basic needs of food, water, shelter, safety
(relatively) and security. For the most part, salary is
usually not viewed as an intrinsic motivator alone but
rather as a tool by which to acquire material surroundings
which can and apparently do affect one's self image that is
both intrinsic and extrinsic (Kimbrough and Nunnery, 1983).
As the literature review found in chapter II of this
study indicated, salary pre-1975 and post-1975 has been a
major motivational issue for HBCUs. This study has found
supportive data. HBCU administrators must address the issue
of salary increase or suffer the high probability of having
unmotivated faculty members. However, salary alone may not
be a motivator because the job itself may be motivating.
Recognition:
In the presentation of data of this study, recognition
was identified as having a highly significant relationship
with work motivation. This is an indication that HBCU
administrators must pay close attention to this variable.
As the literature review revealed, individuals tend to feel
recognized when they have performed well under clear,
understandable circumstances and their performances as
achievers have been objectively affirmed via feedback (Kash
and Borich, 1978). "Feedback should go directly to the
employee [faculty member] responsible for the work so that
he or she can have immediate knowledge of how well he or
she is doing the job" (Cunningham, 1982, p. 222).
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Confirmation, recognition and acceptance are essential
elements that relieve stress of uncertainties created by
everyday life. HBCU administrators should not take lightly
this variable for history continues to identify it as being
highly motivational, especially with the sample of this
study.
Job Satisfaction:
The researcher of this study tendered that job
satisfaction could be a significant motivator and the
findings from the data analysis conformed with that
assumption. As formerly denoted in Chapter II, "Job
satisfaction occurs when a worker experiences a sense
of meaningfulness and responsibility and gets information
about results" (Cunningham, 1982, p. 222). As one can see,
job satisfaction has direct ties with recognition. The
level of responsibility, scope, challenge for personal
growth, and meaningful work experience is also important for
job satisfaction. According to Nettles (1988), "Faculty
satisfaction contributes to student performance, and black
students are less likely than white students to attend
institutions with a high degree of faculty satisfaction"
(Nettles, 1988, p. 32). Faculty job satisfaction is an
area of concern that affects the entire college/university
climate. The dissatisfaction of a faculty member can create
negative vibrations in the campus atmosphere that can and do
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lead to unmotivated students, staff and administrators as
well. It would therefore be a very wise move on the part of
HBCU administrators to address this important variable as
soon as possible.
School Prestige:
School prestige was found to be significantly related
to work motivation in the sample. Prestige is referred to
as status or esteem in the eyes of others, (Levine and
Havighurst, 1984). The status of an institution, according
to the data, affects the motivation level of faculty members
at HBCUs. It is obviously a good feeling to be proud
of the institution one is serving. Just as all human beings
have a special, unique contribution to make to society, each
HBCU can find an area of expertise that must be highlighted
in order to promote motivation through prestige.
Decision-Making System:
The data validate HBCU faculty members' need to feel as
though they have a say in the decision-making system. Their
input must be taken seriously and viewed as being relevant.
The literature review noted that a shared philosophy is an
important item for motivation and teamwork. Godard (1981)
explained how administrators must be flexible when applying
guidelines. This, he recorded, will create fair educational
opportunities for faculty, administration, students and non-
academic staff.
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A forced, imposed philosophy contributes to alienation,
according to Dobson, Dobson, and Kessinger (1980). They
sumised that the typical bureaucratic structure of academic
institutions limits teacher (faculty member) participation
that affects the institutions significantly. These
exclusionary practices demotivate employees, particularly
faculty. Hence the task of creating an open, flexible,
democratic (participative) decision-making system rests upon
the shoulders of the HBCU administrators. The job is
certainly not easy but it must be done to improve faculty
work-motivation.
According to Herzberg's two-factor theory, the
previously mentioned variables (i.e. salary, recognition,
job satisfaction, prestige and decision-making system) are
all intrinsic, higher order needs. They are significant




The data as highlighted in the discussion point to the
need for HBCU administrators to move swiftly to correct
deficiencies in faculty salaries. The data indicated
clearly a strong relationship between this variable and work
motivation. HBCU salary structure must be closely examined
with a sense of urgency. This examination must include a
comparison of the salary structures of other colleges
and universities throughout the nation.
According to the collected data, 77 percent or more
than 3/4 of the faculty salaries fall below $31,000. (see
table 4.10) Only 1 out of 202 makes over $56,000. The data
imply that HBCU faculty members are not paid on a
competitive basis. HBCU administrators should consider
seeking ways to increase faculty compensation to improve
work motivation. The data suggest that unless changes are
made to improve salaries, work motivation may suffer. And




With respect to recognition, the data suggest that
faculty inembers are acknowledging that their administrators
must pay closer attention to their contributions. Faculty
members seek recognition from both internal and external
sources. Administrators and publishers, for example, are
key sources of recognition that are usually valued by the
faculty member and his or her colleagues, students and
friends. Increasing faculty work motivation through
recognition implies that HBCU administrators must identify
and implement effective strategies for recognition of
faculty achievement. Because, as recognition increases,
work motivation increases.
Job Satisfaction:
Job satisfaction is a satisfier or motivator according
to Herzberg (1959). Maslow (1954) calls it a higher-order
need. The data in this survey support their claim. This is
a key variable of work motivation and has particular
implications for HBCU administrators. HBCU administrators




The data indicated that college prestige is an
important motivation item in this study. It would therefore
behoove HBCU administrators to pay close attention to its
value. Prestige is one of those intrinsic variables that
carry a lot of weight when it comes to motivation primarily
because this society tends to follow the crowd. Popularity
and notoriety have their strengths and weaknesses, though it
is not always best to follow the crowd. One must admit,
however, it is a rewarding and motivating feeling to be a
part of a prestigious institution or company. Acquiring and
maintaining a popular status in society requires careful
planning, good rumor control and creative ways of promoting
a positive self-image of one's HBCU in the local, national,
and international higher educational arena. This implies
that HBCU administrators must constitute ways to improve or
highlight faculty members pride in his/her HBCU and the




An open or closed decision-making system is influential
in faculty work motivation according to the responses of the
sample in this research. Faculty members tend to be more
motivated when they feel they have a say in the decision¬
making system governing their academic and administrative
affairs (Heintz 1985). A democratic, participative
leadership style usually increases work motivation and
productivity because the subordinate's (faculty members)
ideas and input are used and are therefore viewed as being
significant, whether they are or not, according to McCarthy,
Ladimer, and Sirefman, (1984). The decision-making system
must be clearly understood and flexible. With respect to
the decision-making system HBCU administrators have a
responsibility for including faculty members decisions into
the decision-making system. This may be accomplished by
improving or creating the following:
* An open communication system at the HBCU
* An open, honest line of communication between
the faculty and administration at the HBCU
* More faculty participation in the social,
student, administrative, and academic changes
made at the HBCU
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Recommendations
Recommendations for HBCU administrators are based on the
findings and are presented under each study variable.
Salary:
It is recommended that HBCU administrators;
* Find ways to increase faculty compensation
to improve work motivation
* Secure more funds for faculty attendance at
various local and national conferences and
workshops
* Assist faculty members with outside grants and
contracts for college-related consultant work
Recognition:
HBCU administrators should;
* Praise faculty members publicly through campus
newsletters and media
* Utilize faculty members' expertise in a specific
area, however large or small




It is recommended that HBCU administrators;
* Find ways to provide faculty members with
a sense of fulfillment, commitment, and
self-appreciation regarding classroom work.
* Find ways to insure challenging, rewarding
and fulfilling work.
* Find ways to insure more clear, consistent,
and objective tenure practices.
* Find ways to insure improved working
relationships with new and old faculty
members.
* Find ways to insure more funds to meet
financial obligations cited in previous
sections addressing the implications
concerning faculty salary.
School Prestige:
* They may constitute ways to improve
popularity and praise-worthiness of
their HBCU as compared with other HBCUs.
* They may examine ways to improve local,
national and international reputation
of their HBCU.
* They may find ways to highlight recognition
of unique contributions made by certain
fields of study in the past or present.
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Decision-Making System:
* They may provide for an open, flexible
communication system at their HBCU.
* They may allow for more faculty participation
in the social, student, administrative, and
academic decision-making processes at their HBCU.
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General HBCU Recommendations
* Administrators may be resourceful in finding
foundations, cooperations, institutions, and the
like that are willing to provide financial support
for the HBCU.
* School officials, fellow colleagues, and students
should closely examine the variable of job
satisfaction which proved to be the most
significant faculty work motivation factor
for this study.
* HBCUs must identify and strive to meet their
own unique needs.
* Special task forces developed by and for the
faculty members themselves should be given the
opportunity to address some of their needs,
concerns, and practical wants.
* There is a need for further study of the
levels of work motivation at HBCUs.
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Appendix A
Letter to HBCUs requesting permission to administer
Faculty Work Motivation Questionnaire.
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653 Beckwith Street, S. W
Atlanta, Georgia 30314
April 20, 1989
To Whom It May Concern;
My name is Alvin J. Cook, and I am a student at Atlanta
University in Atlanta, Georgia. I am pursuing a doctorate
in International Education and Planning (Ed. D.). I am
hereby requesting your permission to administer a
questionnaire to faculty members at your institution for my
dissertation — "Factors Affecting Faculty Work Motivation
in Historically Black Colleges and Universities." Your
institution is one of ten HBCUs randomly selected for this
study.
Since it is important that I administer this questionnaire
before May 7, 1989, I will call your office to set up a date
and time that is appropriate. If there are questions,
please do not hesitate to call me collect at (404) 532-5810
between the hours of 9:00 a.m. and 12:00 p.m. A copy of the
validated questionnaire is enclosed for your information.
Thank you kindly for your support.
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Appendix B
Letter to HBCU Faculty members requesting their support.
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Questionnaire to HBCU Faculty Members
Dear Faculty Member,
I am seeking your assistance to complete the attached
questionnaire. This questionnaire seeks to determine
whether or not select variables influence faculty work
motivation in HBCUs.
Your honest response is appreciated. The researcher
guarantees confidentiality. The nature of the research does
not require identification of the respondents.
Please feel free to contact me should you desire to
ascertain the results of this research. Thank you in






Letter from Dr. Trevor A. Turner, dissertation committee
chairperson, requesting survey support from HBCUs.
Atlanta University
223 James P. Brawley Dr., S.W.
.A.tlanta. Georgia 303H-4391




TO WHOM IT MAY CONCERN
This is to certify that Mr. Alvin Cook is a student in good standing in the
Department of Educational Leadership of Atlanta University. He is registered
in the doctoral program of the Department and is currently engaged on
research for his dissertation. The Department would appreciate it if you
could facilitate his research in any way possible. His proposal for his
research has been approved by his supervising committee, and we are satisfied
that Mr. Cook can be depended on to treat whatever data he collects for this
dissertation in a confidential and responsible manner.
Signed:
Trevor A. Turner, Ph.D.
Chairperson
Department of Educational Leadership
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Appendix D
Letter of reconunendation from Dr. Alfred L. Norris,
President-Dean of Gammon Theological Seminary.
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GAMMON THEOLOGICAL SEMINARY
Post Office Box 92426 • 653 Beckwith Street S.W. • Atlanta. Georgia 30314
Office of the President-Dean
404/527-7770
April 21, 1989
To Whom it May Concern:
This is to certify that Mr. Alvin Cook
is a doctoral student at Atlanta University. He is
pursuing the Ed.D. degree in International Studies.
Mr. Cook is a high caliber young man in
every way. I recommend him to you for whatever
assistance you can give.







Letter of support from Dr. Dorcas D. Bowles, Vice President
of Student Affairs at Clark Atlanta University.
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Clark Atlanta University







Mr. Alvin Cook is a graduate student at Clark Atlanta University School of
Education. He is currently engaged in working on his dissertation: "Factors
Affecting faculty Work Motivation In Historically Black Colleges and
Universities."
Toward this end, Mr. Cook will need to administer a questionnaire to faculty
members at ten randomly selected HBCU's. Your institution was one of the
institutions that was selected. I would appreciate your support of Mr. Cook's
being able to administer his questionnaire at your institution.
I appreciate your cooperation and feel that the study will benefit all

















1-Sociology 7 3.5 3.5 9.4
2-Education 12 5.9 5.9 15.3
3-Health Ed. 5 2.5 2.5 17.8
4-English 19 9.4 9.4 27.2
5-Foriegn Lang. 1 .5 .5 27.7
6-History 7 3.5 3.5 31.2
7-social Work 2 1.0 1.0 32.2
8-Literature 8 4.0 4.0 36.1
9-Economy 5 2.5 2.5 38.6
10-Math 9 4.5 4.5 43.1
11-Criminal Just. 1 .5 .5 43.6
12-Physical Ed. 6 3.0 3.0 46.5
13-Business 15 7.4 7.4 54.0
14-Computer Sci. 3 1.5 1.5 55.4
15-Reading Instr. 3 1.5 1.5 56.9
16-Modern Britian 1 .5 .5 57.4
17-Zoology 6 3.0 3.0 60.4
18-Psychology 3 1.5 1.5 61.9
20-Biology 10 5.5 5.0 66.8
21-Science 1 .5 .5 67.3
22-Philosophy 3 1.5 1.5 68.8
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Field of Study cont.
23-Religion 4 2.0 2.0 70.8
24-Speech Path. 1 .5 .5 71.3
27-Political Sci. 3 1.5 1.5 72.8
28-Chemistry 4 2.0 2.0 74.8
29-Communications 4 2.0 2.0 76.7
30-Physics 1 .5 .5 77.2
31-Agriculture 9 4.5 4.5 81.7
32-Accounting 4 2.0 2.0 83.7
33-Counseling 5 2.5 2.5 86.1
34-Music 9 4.5 4.5 90.4
35-Journalism 1 .5 .5 91.1
36-Home Econ. 1 .5 .5 91.6
37-Child Dev. 2 1.0 1.0 92.6
38-Art 1 .5 .5 93.1
39-Engineering 2 1.0 1.0 94.1
41-Forestry 1 .5 .5 94.6
42-Horticulture 2 1.0 1.0 95.5
43-Special Ed. 2 1.0 1.0 96.5
44-Anthropology 2 1.0 1.0 97.5
45-Agronomy 2 1.0 1.0 98.5
46-Librarian 3 1.0 1.0 100.0




Faculty Work Motivation Questionnaire
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APPENDIX 6




(a) Marital Status: Marr. Sin. Div. Wid.
(b) Ethnicity: Blk. Wht. Afric. Asn.
E.Indian__ Nat.Amr .Ind._ Hisp.
Write-in
(c) Sex: M F
(d) Religion: Christianity Islam Judaism
Buddhism Agnosticism Atheism
Write-in




(f) Faculty Rank: Instr. Asst. Prof.
Prof. Rsch. Assoc.
(g) Years of teaching experience:
(h) Years at present HBCU:
(i) Years as faculty member at any HBCU:
(j) Are you tenured? Yes No





Please indicate the range in which your salary
falls per school year (Sept. - May):
Up to $15,999 $31-$35,999 $51-$55,999
$16-$20,999 $36-$40,999 $56-$60,999
$21-$25,999 $41-$45,999 $61-$65,999
$26-$30,999 $46-$50,999 $66 & Up
2. Identify your school location:
Metropolitan (large city) Rural (country)
Urban (a part of the city, i.e., town)
Suburban (outskirts of the city or town)
Please use the following scale to respond to the following
items:
SA-Strongly Agree A-Agree D-Disagree SD-Strongly Disagree
SA A D SD
3. I am praised for my efforts by my
colleagues.
4. I am praised for my efforts by my
chairperson.
5. I am praised for my efforts by my dean.
6. I am praised for my efforts by my
college/university president.
7. College/university students ignore my
positive contributions.
8. I am encouraged by colleagues to
continue my professional efforts.
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8A A D SD9.I am encouraged by the administration
to continue my professional efforts.
10. College/university students show
appreciation for my efforts.
11. My efforts are ignored by chairperson
of the college/university.
12. I feel that my skills are being
utilized by my college/university.
13. I feel that my efforts are being
recognized by my college/university.
14. My research is praised by my colleagues.
15. I have a sense of fulfillment regarding
my classroom work.
16. I am committed to my academic work
in this college/university.
17. My sense of self-appreciation is high.
18. I am proud of my colleagues.
19. I am proud of my college/university.
20. I look forward to going to work
at my college/university.
21. My work at my college/university is
challenging.
22. My work at my college/university is
personally rewarding.
23. I have no sense of fulfillment while
at work.
24. I am ashamed of my colleagues.
25. I am ashamed of my college/university.
154
SA A D SD
26. My research skills are being utilized
at my college/university.
27. I am proud of my research work while
at my college/university.
28. I feel discriminated against because
of my race by the administration of
my college/university.
29. I feel discriminated against because
of my race by the faculty of my
college/university.
30. I feel discriminated against because
of my race by the students of my
college/university.
31. I feel discriminated against regarding
my gender by the faculty of my
college/university.
32. My religion is received positively by
my college/university.
33. My colleagues do not approve of my
religion.
34. The administration of my
college/university does not approve
of my religion.
35. I feel discriminated against regarding
my age by the faculty of my
college/university.
36. I am fully aware of the procedure
for obtaining tenure at my
college/university.
37. Faculty members with tenure are
respected at my college/university
38. Tenure standards are administered
equitably at my college/university.
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39. Tenure practices are objective at
my college/university.
40. I agree with the procedure for getting
tenure at my college/university.
41. Tenure practices at my
college/university are consistent.
42. I agree with the probationary period
for tenure set by my
college/university.
43. I have a good working relationship
with new faculty members.
44. I am satisfied with the financial
compensation for the work I perform
at my college/university.
45. I am constantly annoyed with the lack
of instructional equipment at
my college/university.
46. I am satisfied with my
college's/university's faculty
health/insurance plan.
47. I am able to receive funds from my
college/university for conferences of
various kinds held at locations around
the nation.
48. I am able to receive outside
grants/contracts for consulting
work on behalf of my college/university.
49. My college/university is committed to
faculty development.
50. I am able to receive funds from my
college/university to put on workshops.
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51. I am proud of my college's/university's
reputation.
52. I am ashamed to mention the name of the
name of the college/university for
which I am currently working.
53. My college/university is praise-worthy.
54. My college/university is
popular when compared with
other colleges/universities.
55. My college/university is held in
high regard by most people I meet.
56. My college/university has a good
regional reputation.
57. My college/university has a good
national reputation.
58. My COliege/university is recognized
internationally for outstanding work
in certain fields.
59. The department for which I work has
a good reputation.
60. My colleagues and I have an open
communication system at my college.
61. The administration and I have an
open line of communication at my
college/ university.
62. I participate in the administrative
decision making processes at my
college/university.
63. I participate in the decision making
processes concerning the student
activities of my college/university.
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64. I have considerable input concerning
academic changes made by my
college/ university.
65. I have considerable input concerning
social changes made by my
college/university.
66. I am able to control my work schedule
while working at my college/university.
67. I am not able to speak freely at my
college/university.
68. My schedule allows me to participate
in outside professional activities.
69. 1 am required to use a standard
syllabus for my class instruction.
70. My classroom creativity is accepted
by my colleagues.
71. My classroom creativity is accepted
by the college/university
administration.
72. I am responsible for setting my own
course schedule.
73. I develop the tests used to assess
my students.
74. I am inspired by my work at my
college/university.
75. I am not encouraged by my colleagues
to put forth a tremendous effort while
at work.
76. I am willing to go beyond the call of
duty to ensure that my job is done to
the best of my ability.
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77. I am willing to serve on various
committees at my college/university.
78. I attend graduation exercises at my
college/university.
79. I show a considerable amount of concern
for students.
80. I am frequently available to advise
students beyond office hours.
81. I show an interest in more than the
academic welfare of students.
82. I do not help students with their
personal problems/concerns.
83. I am willing to take full part in the
social life of my college/university.
84. I am willing to take full part in the
community life surrounding my
college/university.
85. I am rewarded for the quality of my
work at my college/university.
86. I do not allow my college/university
work to interfere with my personal
and family schedules.
87. I would work harder if my
college/university raised my salary.
88. I would work longer hours if my
college/university provided me with
more instructional and research support.
89. I am not willing to work beyond my
ordinary responsibilities while at
my college/university.
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90. I am willing to sacrifice a pay
increase to continue working at
my college/university.
91. My students are more important at
this point than financial increases.
92. I am willing to take full part in the
social life of my college/university.
93. I consider my schoolwork a full-time
job.
94. I do not like to take time from my
personal life for school related
activities.
95. My school work requires most of my
personal time.
96. I do not desire to play a major role
in the administrative/executive life
of my college/university.
97. I enjoy my work at my
college/university.
